The aim of this paper is to discuss the peculiarities of career development and cultural competence in crosscultural environment. The idea of career development in a cross-cultural environment is usually linked to personal, communication skills, social and cultural issues. Understanding of the concept of peculiarities of career development and cross-cultural communication competence is of crucial significance in a multicultural environment. The main factors of career development in cross-cultural environment and cross-cultural communication competence are discussed and analyzed in the paper. The results of the survey demonstrate that the development of cross-cultural communication competence can increase the possibilities of career perspectives in a multicultural environment. Keywords: personal career, career development, cross-cultural communication competence.
Introduction
People in companies, firms and organizations have to develop their ability to manage personal career in order to work in multicultural teams. Most of the companies are facing common challenge how to attract and retain the best employees in order to be successful in multicultural environment. Companies in Lithuania have already been discussing those questions for several years. However, in Lithuania, some 10 years ago this was not a big issue as companies were struggling for a place in the market, for financial resources, but definitely not for the employees. When Lithuania had entered the EU (2004), borders disappeared and it was possible for individuals to move freely looking for employment opportunities in the markets of other countries.
In our days companies recognize that to recruit people and even moreto retain them, is becoming more and more challenging. Both organizations and individuals are discussing the topic that organizations can not ensure a career development for people, and that more valued requirements are necessary for good personnel in the multicultural business environment. A crucial problem which arises nowadays in organizations is that employees are not very successful in their personal careers because they lack cross-cultural communication competence. Therefore the development of cross-cultural communication competence is significant not only for the career of employees, but also for better results of organizations.
The object of the paper is the interrelation of cross-cultural communication competence and personal career development in cross-cultural environment.
The aim of the paper is to discuss the main factors of career development and cultural competence in cross-cultural environment.
Methods of the research. The methods of the research are the analysis of the scientific theoretical literature and the questionnaire results interpretation.
Personal career development in cultural context
Career and its perception may have many meanings for individual employees. For some, it may be the vehicle through which basic economic needs are satisfied. For others -it may provide a sense of social status or social worth. In other cases, a career may represent individual's dream of life, offering structure, direction, meaning and purpose to one's daily activities. As we may conceive work as primarily a social activity, to 'have a career' implies much more than, for example, an exchange of labour for financial return.
A personal career is the most important choice in life, however, a successful professional career mainly depends on an individual, but not on an organization. This implies relations between colleagues, current and potential employers, friends and family. Just before planning career a person has to understand if she / he is able to manage career life in working environment because a lot of individuals describe their quality of life as achievements in their working career (Petkeviciute, Leibsch, 2006) .
With socio-economic changes an individual becomes the core in a whole career process. Nowadays an individual is a manager of her / his own career as well as her / his own life. While studying in high school the youth start to understand what they are looking for, what they would like to do for their career planning and management, how they would like to develop their professional career and achieve emotional comfort in their lives. Four stages of career development: assessment, exploration, goal setting and planning, and strategy, are the most important for personal career development (Knowdell, 1996) . There are a lot of ways for a personal career development in companies and organizations. Harvard Business Review has presented a research by D. Ready, L. Hill, J. Conger (2008) which goals were to identify factors that differentiate more successful companies from the less successful ones in emerging markets and demonstrated factors that influence a choice of employers. A citation from this article reveals why a war for talents in developing countries is different from the war in developed ones: "the generations that preceded those people have known nothing but poverty and the lack of opportunity. yet we expect them to be patient, loyal soldiers, and to advance at an orderly pace. It is time to get real. It is their time now".
As an illustration, employees in a developing world are specifically attuned to brand, because a desirable affiliation may lead to personal advancement, especially when the brand is associated with inspirational leadership, the kind that challenges employees to develop themselves as leaders and to help build a great company that plays a significant role in a multicultural environment. Not surprisingly, opportunity means very much the same in developed and developing worlds: challenging work, stretched assignments, continual training and competitive payments. Moreover, in emerging markets opportunity must also imply an accelerated career track to senior positions. As for purpose, emergingmarket job candidates value a company with a game-changing business model, where they can be a part of redefining their nation and the world economy. They are also attracted and inspired by a mission that expresses value of multicultural citizenship. A company's culture matters in several distinct ways. Firstly, its "story", or brand -promise has to be authentic. Secondly, employees must be rewarded for the reasons of merit. However, they not only want to be recognized for their individual achievements, but they also want to feel that they are sharing work and responsibilities with their teams. Finally, the culture has to be truly "talent-centric", so that people know they are critical to the company's success. All those four factors play a significant role in all aspects of the employees' management process, but each influences recruitment and retention in different ways.
Cross-cultural communication competence
Cultural research -cultural and value dimensions, orientations towards time (Hofstede, 1997 Not everyone in a society fits the cultural pattern precisely, but there is enough statistical regularity to identify trends and tendencies (Hofstede, 2001 ). However, these trends and tendencies should not be treated as defective or used to create negative stereotypes, but recognized as different patterns of values and thoughts. In a multi-cultural world, it is necessary to cooperate to achieve practical goals without requiring everyone to think, act and believe identically. Career, personal crosscultural communication competence development and initiative acquire an understanding of the importance of novelty and creativity. Some researchers explore the concepts of creativity, creativity in an organization (Amabile, 1998) , and innovation and creativity (Ceserani, Greatwood, 1997) . Creativity is a crucial element for a personal career development. The Oxford dictionary defines creativity as "having the skill and ability to produce something new, especially a work of art". Indeed, in literature definitions of creativity is usually characterized by novelty or originality. It could be the novelty of compositions, products or ideas produced via creativity, which can involve imaginative thinking or the bringing together of ideas, where the outcome represents more than merely the sum of what was previously known. In culturally diverse contexts for the employees to develop their abilities of creativity, the employers must establish environment for creativity and innovation based on knowledge and understanding (De Bono, 1996; Goleman, 2000) . When employees acquire knowledge and understanding of conflict resolution and problem solving strategies needed to bring consensus in negotiation, they can transform ideas into realization in a creative way (Doppler, Lauterberg, 2000 ; Dörner, 1996; Kaplan, Norton, 1999).
The term cross-cultural communication competence is the ability to communicate effectively and appropriately in a variety of cultural contexts with people who are different from one's self, for example, who are from different national, ethnic, religious, professional, organizational, generational, etc. culture. Cross-cultural competence can be categorized into three spheres:
• Culture specific;
• Culture general;
• Cross-cultural practice. The spheres are "nested" -the first sphere within the second and the first and second spheres nested within the third. The first sphere focuses on culturespecific competence. Here, the research of cultural anthropologists provides generalizable information about, for example, the communication styles or value orientations of a particular cultural group or subgroup. This approach to develop competence emphasizes learning about the specific cultural patterns exemplified by a chosen group and analyzing the impact of those cultural patterns when members of that group are involved in intergroup relations. While valuable, this approach alone is inadequate to build cross-cultural competence. The reasons are several: firstly, not all members of a particular group will manifest the same cultural characteristics as the mainstream of that group; learning about the mainstream teaches nothing about those on the margins let alone about an individual variation. Secondly, given the rate of travel, of immigration and migration, and of international sojourning, more and more people in today's world are influenced by layers of diverse cultural influence.
Thirdly, most of us live in multicultural environments, making it nearly impossible for us to become competent in the culture specifics of every group we meet at the local neighbourhood center, with whom we share office space or communicate via the IT devices and the Internet.
The second sphere of cross-cultural competence takes a culture-general approach. The focus here is on the general cultural contrasts that we apply in interaction, regardless of the particular cultural groups involved. The most famous of these cultural contrast patterns include high-context / low-context communication, direct / indirect communication, individualist / collectivist orientation, high / low power distance and high / low uncertainty avoidance (Hofstede, 2001 ). This approach offers great insight for those choosing to develop their cross-cultural communication competence. It allows them to assess, for example, to what extent the people with whom they are negotiating a contract may have a direct versus indirect communication style and how, given their own style, that is likely to affect the negotiation process. Even when taken conjunction with a cultural specific approach, however, the culture-general approach is also inadequate to the task. For a simple reason a culture-general approach to cross-cultural communication competence remains a cross-cultural exercise and is too often focused exclusively on the "cultural other" rather than on the "cultural self ". Therefore, the cross-cultural communication competence development strategy should focus on similarities rather than differences of target cultures.
The third sphere is of practice; this approach to develop cross-cultural competence holds and encompasses the other two nested within it. It emphasizes moment-to-moment choice, momentto-moment practice. It recognizes that knowledge of content is not automatically translated into mastery of process; that to be competent across cultures we need to transform our knowledge of cross-cultural theories into appropriate and effective performance. This requires a whole-person approach to building cross-cultural competence, for culture is as much emotional and physical experience as it is an intellectual one. This third sphere of cross-cultural competence is informed by the culture-specific and culture-general spheres, while emphasizing that people must always be learners and must practice in cross-cultural context.
When we commit to developing a crosscultural practice, to engaging the third sphere of cross-cultural competence, we are agreeing to transform our lives into a personal "living laboratory". Considered this way, every interaction, whether involving obvious cultural difference or not, an opportunity to apply culture-specific and culturegeneral knowledge about self and other. This allows for the creative transformation of cross-cultural knowledge into cross-cultural communication competence.
Given the broad range of sub-competences making up cross-cultural communication competence, it is not surprising that school education in the Western world in particular has increasingly claimed cross-cultural communication competence (CCCC) as an educational objective. It tends to see the general purpose of developing CCCC as a contribution at the individual level to societal well-being; for example by facilitating a policy of multiculturalism, by improving the integration of ethnic minorities and, thus, by supporting social cohesion and sustainability.
Whatever the purpose of developing cross-cultural communication competence may be, and how those different purposes may be regarded from any point of view, it is clearly advantageous that cross-cultural communication competence development takes place in schools, universities and companies for the sake of effectiveness and understanding. As well as making crosscultural communication competence the aim of activity in the workplace environment, they can also provide continuity and a context for more or less guided outof-workplace experiences, such as trips, exchanges, study periods and internships abroad in order to gain experience of other intercultural situations in which students and employees can acquire and develop a broader range of competences out of the professional context in an informal setting. For this reason foreign language education is often seen as the appropriate way for the development of cross-cultural communication competence and most foreign language curricula declare it to be its general aim.
However, the analysis of different researchers and documents (Castro, Sercu, 2005; LACE study, 2007) has shown that priority is being given to a large extent to knowledge and attitudes rather than skills or competence. On the other hand, demands for cross-cultural communication competence are increasing as more and more businesses go global and multicultural. People realize that there are barriers and limitations when entering a foreign territory, therefore without the knowledge of the target language and culture it can unknowingly cause confusion and misunderstandings. Therefore, for these international businesses to prevent damaging business relations it is of vital importance to bridge cross-cultural communication gaps by mastering a foreign language and fully understanding the cultural peculiarities that exist in their environment. For this reason the ability to communicate verbally and non-verbally in a foreign language and understand target culture can guarantee a development for person's career and success for their organization.
Research on career development and cross-cultural communication competence
Methods of research. In order to understand individuals' point of view on career in multicultural environment scientific literature and research papers were analyzed. At the beginning of research we observed that in cross-cultural contexts, career development needs to be combined with an understanding of culture and the ability to communicate with people. This observation was based on the experience while we were taking part in various Intensive Programmes / IP / of Erasmus students' mobility projects in different countries (Turkey, Germany, the Netherlands, Latvia, the UK). During the period 2009-2012 of mobility projects abroad, we observed that a lack of cross cultural communication competence of some participants' diminished their cross-cultural communication interaction and, consequently, worsened possibilities of their personal career development.
Secondly, a questionnaire has been chosen for research as an instrument consisting of series of questions to gather the necessary information from a defined number of respondents. Moreover, it was a feasible way to reach respondents and get results for analysis in short time as questionnaires are familiar instruments to most of respondents. The questionnaires we sent were easy to administer confidentially (both options: to email or to fax have been offered in questionnaire) and data entry and tabulation was done in excel sheet. Because questionnaires are less intrusive than telephone or face-to-face surveys, therefore when a respondent receives a questionnaire in the mail, she / he feels free to complete the questionnaire on her / his own time. Moreover, unlike other research methods, the respondent is not interrupted by the research instrument.
The aim of the questionnaire was to define the indicators of career development in the multicultural environment. The questionnaire had been constructed in the way that it would take some minutes to answer the questions. Questionnaire had been sent by e-mail to selected individuals: students, project partners and employees, total -97 individuals. The objective was to collect not less than 45 answers to the questionnaire. 54 responses (55 % response rate) were received to the questionnaire. The respondents were asked questions about the main factors of career development. The list of sixteen different career development factors was presented in order to choose the most important of them. The top seven factors of career development in cross-cultural environment were selected and the respondents were asked to fill out the questionnaire as well as to rank seven distinguished factors for career development in cross-cultural environment.
It is important to note that the researchers' own opinions have not influenced a respondent to answer questions in a certain manner as there were no verbal or visual clues to influence the respondent. Respondents' opinions on the most important factors of career development in cross-cultural environment are presented in Figure 1 .
According to the survey the most important factors for career development in multicultural environment are crosscultural awareness (64 % of respondents have chosen it), the next in the ranking: challenging problems (54 %); creativity (54 %), then decision making (52 %) and independence (52 %), profit, gain (48 %) and work with others (46 %) (Figure 1) . The above mentioned seven indicators of a career development in multicultural environment are defined as the most crucial elements by the respondents. Whereas less important factors are considered to be recognition (34 %), time, freedom (32 %), influence of people (32 %), status (25 %) and change (23 %). Cross-cultural awareness -the most important career value is in connection with the top meaning of career in this research. Drawing on researchers (Rathje, 2007; Starosta, 2005 ; Ting-Toomey, 1999) opinion as well as our observation, it can be stated that cross-cultural awareness can be acquired through the development of cross-cultural communication competence.
Different lists of factors show a picture of the components of cross-cultural communication competence: openmindedness, non-judgmentalness, empathy, tolerance for ambiguity, flexibility in thinking and behaviour, self-awareness, knowledge of one's own and other cultures, resilience to stress, and communication are among components which are identified as playing an important role in the creation of effectiveness in crosscultural communication (Thomas, 1995; Chen, Starosta, 1999; Rathje, 2007) . These issues are discussed by Rathje (2007) and other researchers about cross-cultural communication competence and interaction in multicultural environment. The analysis in the scientific literature show that Rathje's (2007) research reveals some standpoints for further discussions, namely, if cross-cultural competence has an instrumental goal of improving individuals' productivity and efficiency, giving them an advantage in their career development? Or / and if there should be the goal with the emphasis on personal growth and career development and etc.? In our opinion these issues should be discussed with personnel in different organizations, especially employees, as they need to develop knowledge and awareness of the unknown cultures, the similarities and differences both in their own and in other cultures.
According to the results of our research, the main factors of cross-cultural communication competence were defined, analysed and shown. The respondents were asked to rate on 10 point scale (10 being the highest), and to evaluate all nine factors due to their importance. The results of the research are demonstrated in Figure 2 . The evaluation of the main factors of cross-cultural communication 
Conclusions
Drawing on Lithuanian employees and student's opinions the main factors for personal career development in cultural environment are cross-cultural awareness, challenging problems and creativity. The results of the research demonstrated that the main factors for crosscultural communication competence are sociability; adaptation to the environment; tolerance to another person; cultural sensitivity; desire to learn and grow; and a good command of foreign languages.
The establishment of the environment for cross-cultural communication competence development in schools, universities and organizations for a long term success and reasons of effectiveness is greatly advantageous.
The formation of the environment for the development of creativity in schools, universities and organizations for a personal success is of immense importance. The development of cross-cultural communication competence should take place not only in the workplace environment, but there should be out-of-workplace experiences, such as trips, exchanges, study periods and internships abroad where exposures to other cultural situations can help people acquire a broader range of competences than in their professional context.
In cultural contexts, career development needs to be combined with an understanding of the impact of culture and the ability to communicate with people from other cultures. The different aims of the development of personal career and cross-cultural communication competence must be interrelated and go alongside.
The ability to communicate verbally and non verbally in another person's language in cross-cultural environment as well as understand someone else's verbal and body language can guarantee a success in career for a person and organization.
Cross-cultural communication competence is the main ingredient of the personal career development in cultural environment and needs more attention so that employees could function effectively in local, national and international organizations.
